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I. Introduction
Sexual harassment is a fact of life for a considerable proportion of the world's working women with many studies suggesting that employment-related sexual harassment may affect as many as one in two women at some point in their work lives (Schneider, et al., 1997; Fitzgerald and Omerod, 1993) . The International Labour Organization (ILO), for example, recently reviewed the international literature and concluded "sexual harassment is a pervasive problem affecting substantial numbers of women in every industrialized country where information is available" (ILO, 1992) .
Employment-related sexual harassment is increasingly being recognized as an important economic issue in large part because of the substantial costs it imposes on workers and their employers. In spite of its apparent pervasiveness, sexual harassment is not easy to define or measure. Many authors have suggested that the term "sexual harassment" is simply a new name for an old problem (ILO, 1992; Fitzgerald and Shullman, 1993) 2 and despite the growing research there is still no commonly accepted definition of sexual harassment (Roscoe, et al., 1994; Foulis and McCabe, 1997) . Much of the existing evidence on the incidence of sexual harassment is based on small, non-representative samples of women making it difficult to make direct comparisons across studies (Fitzgerald and Shullman, 1993) . While some patterns in the factors associated with sexual harassment are beginning to emerge 3 , we know almost nothing about how these patterns have changed 1 See Schneider, et al., (1997 ), Fitzgerald, et al., (1997 and Marin and Gundagno (1999) for reviews of the literature regarding the consequences of sexual harassment.
2 Fitzgerald and Shullman (1993) describe sexual harassment as "a social problem with a long past and a short history". 3 Specifically, the research indicates that victims of sexual harassment are more likely to be female, unmarried, to have attended college, and to work exclusively with and be supervised by members of the 1 over time as public awareness of sexual harassment has grown. The dearth of widely accepted stylized facts -along with a lack of agreement about how to define and measure sexual harassment -makes it difficult to address the problem and find solutions. 4 This paper fills a void in the literature by using data drawn from the U.S. Merit
Systems Protection Board (USMSPB) of the U.S. Federal Government over the period from 1978 -1994 to examine the changing nature of sexual harassment. These data are uniquely suited to the analysis at hand. First, they provide us with a comparable, consistently defined data source spanning a fifteen-year period on men's and women's experiences of and views towards unwanted sexual behavior in the work place. 5 Second, while much of the existing employment-related, sexual harassment literature is based on relatively small samples of workers in selected occupations (e.g., lawyers or academics), specific age groups (e.g., university students) or in single firms, the USMSPB data set is large and encompasses public-sector workers employed in a range of occupations across all agencies of the federal government. Finally, with more than three million civilian employees, the U.S. Federal Government is the largest internal labor market in the United
States (Doeringer, et al., 1996 ; U.S. Bureau of the Census, 1995) making job conditions in the federal government interesting in their own right.
We focus on two dimensions of sexual harassment: first, the incidence of various unwanted sexual behaviors (specifically, crude and offensive behavior and unwanted sexual attention) and second, individuals' views about what behaviors in fact constitute sexual harassment. Understanding workers' perceptions of sexual behavior at work is opposite sex (see Schneider, et al., 1997; Laband and Lentz, 1998; USMSPB, 1995; Antecol and CobbClark, 2001) . 4 See also Roscoe, et al., (1994) on this point.
2 especially important given a legal environment which relies on a reasonable victim standard -increasingly a reasonable woman standard -to make determinations in sexual harassment cases (Prior, et al., 1997; Fitzgerald and Shullman, 1993) 6 and recent evidence that the negative consequences of unwanted sexual behavior at work are higher for women who believe themselves to be sexually harassed (Antecol and Cobb-Clark, 2002) . We are particularly interested in the way in which the factors associated with the experiencing and labeling of sexual harassment may have changed over time as public awareness of employment-related sexual harassment as an important economic and social issue has grown. More specifically, have changes in employees' demographic characteristics, human capital endowments, and labor market position contributed to an expansion in the incidence and definition of sexual harassment? Alternatively, are any time trends the result of a change in the propensity -conditional on ones characteristicsto experience unwanted sexual behaviors and label them as sexual harassment? Finally, how have circumstances surrounding sexual harassment incidents changed?
Our results indicate that while federal government employees reported only slightly more incidents of employment-related unwanted sexual behavior in 1994 than in 1978, the willingness to define unwanted sexual behavior as sexual harassment increased dramatically over this period. Very little of the expanding definition of sexual harassment can be explained by changes in the demographic, human capital and job characteristics of federal government employees. There is, however, strong evidence of structural change in the determinants of the probability that federal government workers will label certain unwanted sexual behaviors as sexual harassment. In contrast, more of the time-trend in the incidence of unwanted sexual behavior is explained by changes in worker characteristics. Finally, the qualitative nature of harassment in public-sector employment has changed. Sexual harassment in the early 1990s was more likely than in previous periods to occur only once, involve crude or offensive behavior rather than unwanted sexual attention, and originate with co-workers rather than supervisors. At the same time, the duration of harassment was somewhat longer and more women reported a loss of productivity as a result of the harassment.
In the next section, we review the literature on the incidence, determinants, and consequences of employment-related sexual harassment. In Section III, we provide details of the USMSPB data used in this analysis. In the following section, the decomposition results are outlined. In Section V, we pay particular attention to pinpointing the source of changes in the incidence and definition of sexual harassment.
Changes in the qualitative nature of sexual harassment are considered in Section VI.
Finally, conclusions and suggestions for future research are presented in Section VII.
II. Employment-Related Sexual Harassment
To date, the study of employment-related sexual harassment has been mainly the purview of psychologists and sociologists. 7 Economists have generally had relatively little to say about the matter. 8 Much of the research is based on surveys of selected 6 In particular, Equal Employment Opportunity Commission (EEOC) guidelines issued in 1980 emphasized that sexual harassment is unwelcome sexual behavior (emphasis added) (Prior, et al., 1997). 7 There is also an extensive literature (not reviewed here) on sexual harassment in educational settings (see, Fitzgerald and Shullman, 1993; Roscoe, et al., 1994; and Beauvais, 1986 for reviews.) 8 The exception is a small economics literature (reviewed below) that assesses the impact of sexual harassment on job satisfaction and intentions to quit and Basu (2002) Clark, 2002; Schneider, et al., 1997; Laband and Lentz, 1998; USMSPB, 1995) .
Employment-related, sexual harassment is not strictly a U.S. phenomenon, however, with the international research documenting a high incidence of sexual harassment in countries such as Canada, France, Japan, the Netherlands, Sweden, Spain, Norway, and the United Kingdom, (Johnson, 1994; ILO, 1992) .
In addition, the research indicates that women experience more sexual harassment than do men (see for example, Fitzgerald and Ormerod, 1993; Antecol and Cobb-Clark, 2001 ), although many men also experience employment-related sexual harassment, and there is some evidence that this harassment directed towards men is growing (USMSPB, 1995 (USMSPB, , 1988 (USMSPB, , 1981 . It is also important to note that while many men and women say that they have experienced unwanted sexual behavior they often do not label their experiences as sexual harassment per se (see, Antecol and Cobb-Clark, 2001; Marin and Guadagno, which it is Pareto improving to ban sexual harassment even though workers would find the pay attractive enough to submit to it. 5 1999; Magley, et al., 1999) . Finally, sexual harassment very often goes unreported. Less than five percent of individuals experiencing sexual harassment ever report their experiences to anyone in authority, and even fewer still file formal complaints with employers, institutions, or legal authorities (see Marin and Guadagno, 1999 and Shullman, 1993) .
Employment-related sexual harassment is particularly troubling in light of the mounting evidence that it has negative consequences -including increased job turnover, higher absenteeism, reduced job satisfaction, lower productivity, and adverse health outcomes -for workers. A small economics literature explicitly examines the effect of sexual harassment on the job satisfaction and intended turnover of female employees.
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Laband and Lentz (1998) find that female lawyers in the United States are more likely to be dissatisfied with their job and more likely to report the intention to leave their job if they also report experiencing sexual harassment. In more recent work, Antecol and -Clark (2002) analyze a sample of women on active-duty in the U.S. military and find that, while failing to control for unobserved personality traits causes estimates of the negative effect of unwanted sexual behavior to be overstated, it is still associated with lower job satisfaction and women who view their experiences as sexual harassment suffer negative consequences over and above those associated with the behavior itself. Finally, sexual harassment on the job also imposes sizable costs on firms. There are estimates, for example, that between 1992 and 1994 sexual harassment cost the federal government $327 million (USMSPB, 1995) , while a study of 160 major U.S. firms finds that sexual 9 See Fitzgerald, et al. (1997) for references to the psychology literature on the effects of sexual harassment on job satisfaction. 6 harassment cost each firm $6.7 million per year (not including the legal costs associated with defending such actions) (ILO, 1992) .
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Sexual harassment cases first appeared in U.S. courts in the early 1970s where it was argued that sexual harassment constituted a form of gender-based discrimination.
Since that time, public awareness of the issue has grown in large part due to certain wellpublicized legal cases (Prior, et al., 1997 (61) percent (USMSPB 1988 (USMSPB , 1995 . We focus here on a final sample of 16,408, 7,487, and 5,875 civilian employees in 1978, 1987, and 1994, respectively, with non-missing values for all of the variables of interest.
USMSPB respondents were asked about their experiences of unwanted sexual attention at work. In particular, respondents were asked whether they had experienced one or more of seven unwanted sexual behaviors in the previous 24 months: 1) sexual gestures, 2) sexual remarks, 3) sexual materials, 4) pressure for sexual favors, 5) deliberate touching, 6) pressure for dates, and 7) sexual assault. Allowed responses include "never", "once", "once a month or less", "two to four times a month", and "once a week or more". Given that our interest is in sexual harassment, we confine our attention to all but the last category. by a supervisor to be sexual harassment. Identical questions were then asked about those same six behaviors initiated by a co-worker. Allowable responses include "definitely not", "probably not", "don't know", "probably yes", and "definitely yes". We constructed an indicator variable (Y ) for each of these twelve outcomes that equals one if respondent i reported in year t that he or she "probably" or "definitely" would consider that specific behavior to be sexual harassment and zero otherwise.
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The reported incidence of unwanted sexual behavior and views about what constitutes sexual harassment are shown -by gender and year -in Table 1 . Not surprisingly, women are more likely to consider various unwanted sexual behaviors to be 13 Sexual assault includes rape and attempted rape. As such, this category would not usually be considered sexual harassment per se. 14 For a discussion of the theoretical issues involved in deciding who has been sexually harassed see USMSPB (1995) and Fitzgerald, et al., (1999a 
IV. Changes in Views about and Incidence of Unwanted Sexual Behavior
Between 1978-1994 men and women employed in the U.S. Federal Government were increasingly likely to view unwanted sexual behavior on the job as sexual harassment (see Table 1 ). At the same time, men's reports of all forms of unwanted sexual behavior grew, while women were increasingly likely to report being subjected to crude and offensive behavior. In this section, we shed further light on these trends by The USMSPB surveys also include detailed information on demographic (age, and marital status), human capital (education), and job (occupation, pay grade, and the gender of one's supervisor) 11 one if respondent i reported in period t that he or she had experienced any of the six forms of unwanted sexual behavior in the previous 24 months. The second, measures "unwanted sexual attention" and equals one if the respondent reported either pressure for sexual favors, deliberate touching, or pressure for dates and zero otherwise. These measures account to some degree for differences in the severity of sexual harassment.
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The probability of viewing behavior j to be sexual harassment or experiencing unwanted sexual behavior is given by
where j indexes our 14 outcomes of interest and Φ is the standard normal cumulative density function.
Equation (1) was estimated separately by gender and year using a probit model.
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The resulting coefficients were then used to estimate a number of counterfactual probabilities and to decompose changes in these probabilities over time. Specifically, the change between years t-1 and t in the expected probability of viewing a specific behavior as sexual harassment or in experiencing unwanted sexual behavior (Y ) can be approximated byˆj 19 :
1 11
characteristics. See Appendix Table 1 for descriptive statistics by gender and year.
where
is an estimate of the (counterfactual) probability that would result if workers had period t characteristics but responded like individuals in period t-1. The first right-hand-side term in equation (2) captures the component of the change over time that is due to changes in the coefficients (evaluated at t characteristics) and the second term captures the component that is due to changes in characteristics (weighted by t-1 coefficients). The ratio of the second right-hand-side term to the total change multiplied by 100 provides a measure of the proportion of the change in views about or experiences of unwanted sexual behavior that can be explained by changes in the demographic, human capital and job characteristics of federal government employees. Results of the decomposition in equation (2) -and the alternative decomposition that weights the change in characteristics by period t coefficients -are given in Tables 2 and 3.   20 The results in Table 2 indicate that very little of the change over time in the probability of viewing unwanted sexual behavior as sexual harassment can be explained by changes in the distribution of workers' human capital and job characteristics. Most of the increase resulted from changes in the propensity of men and women (conditional on their characteristics) to view the behavior as sexual harassment. In 1978, for example, 71.5 percent of women responded that they would view unwanted, sexual gestures by a supervisor as sexual harassment, but by 1987 this had increased to 81.3 percent (see Table 1 ). When 1987 coefficients are used as weights, only 10.4 percent of this overall change in women's views is explained by changes in their human capital and job characteristics. When 1978 coefficients are used as weights, none of the change is explained by changing characteristics. Table 2 ) of the 9.6 percentage point increase (see Table 1 ) in the probability that female workers would view unwanted, sexual gestures from a supervisor as sexual harassment.
In general, changes in characteristics also explained more of the change in men's views between 1987 and 1994 than they did over the previous period, though the explained component is in most cases smaller for men than women. More of the change in men's views remains unexplained by changes in the distribution of characteristics across time.
At first glance, changes in the characteristics of workers appear to explain more of the change in the incidence of unwanted sexual behavior on the job (see Table 3 ).
However, the underlying change in the incidence of unwanted sexual behavior itself is often quite small -particularly between 1978 and 1987 -making the decomposition results somewhat sensitive to the choice of weight and not as informative. The exception is the relatively large increase in the propensity of men (4.8 percentage points) and women (4.2 percentage points) to report any unwanted behavior between 1987 and 1994 14 (see Table 1 ). In this case, the time-trend appears to be largely unexplained by changes in the human capital and job characteristics of workers.
21 Table 3 here Overall, the relatively large increase in the willingness of federal government employees to label certain behaviors as sexual harassment does not seem to be driven by changes in employment patterns which led to a changing distribution of human capital and job characteristics for these workers. Rather the changes are due to a changed view (conditional on characteristics) of what constitutes sexual harassment. This does not appear to be the case for the incidence of unwanted sexual behavior on the job itself where more of the change over time seems to be explained by changes in human capital and job characteristics, although the time-trend in the incidence of these reports is often very small (see Table 1 ) making the decomposition analysis somewhat sensitive to model specification.
V. Understanding the Source of Changes in Views Towards and Incidence of Sexual Harassment
The above analysis has been useful in shedding light on the broad trends in federal government employees' views about sexual harassment, but it leaves open many questions regarding the specific nature of these changes. In particular, have federal government workers in general altered their views or have changes been concentrated 21 As a further check on these results, we also conducted a series of structural change tests in order to assess whether the determinants of federal government employees' views towards and reports of unwanted sexual behavior at work had changed over time. Not surprisingly, we find strong evidence of structural change in the determinants of the likelihood that federal government workers label certain unwanted sexual behaviors initiated by supervisors and co-workers as sexual harassment and limited evidence of structural change in the likelihood of experiencing either any unwanted sexual behavior or unwanted sexual attention. These results are available from the authors upon request.
amongst certain employee groups? How have the factors influencing reported unwanted sexual behavior changed over time?
Determinants of Views Towards Unwanted Pressure for Sexual Favors and Dates
We begin by pooling our data across years and estimated the following model of the determinants of views towards sexual harassment: 
where and are dummy variables that equal one for 1987 and 1994 observations, respectively. Estimation results (probit marginal effects and standard errors) for attitudes towards unwanted pressure for sexual favors and dates are presented in Tables 4 and 5, while results for attitudes towards unwanted sexual remarks can be found in Appendix 
Tables 4 and 5 Here
Married women are more likely to report incidents of unwanted gender-related behavior on the job (Antecol and Cobb-Clark, 2001; USMSPB, 1995 USMSPB, , 1988 USMSPB, , 1981 
Incidents of Unwanted Sexual Behavior
In order to assess how the factors influencing reported unwanted sexual behavior have changed over time we also estimate equation (3) for our two indicator variables -"any unwanted behavior" and "unwanted sexual attention" -which measure the incidence in the previous 24 months of unwanted sexual behaviors amongst federal government employees. Estimation results (probit marginal effects and standard errors)
are presented in Table 6 .
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In 1978, older workers were less likely to report experiencing any unwanted sexual behavior or unwanted sexual attention than younger workers, although the magnitude is larger for women. Over time, the evidence suggests that the relative gap in 24 There is also some evidence that views about which behaviors constitute sexual harassment depend to a degree on the nature of a worker's job (occupation, job type, and gender of one's supervisor) even after controlling for demographic and human capital characteristics (see Tables 4 and 5 ).
older workers' reports of unwanted sexual behavior grew so that by 1994 workers over the age of 55 were much less likely than younger workers to experience unwanted behavior on the job, particularly for women. Consistent with previous evidence (Antecol and Cobb-Clark, 2001; USMSPB, 1995 USMSPB, , 1988 USMSPB, , 1981 married men and women were between 5.0 and 8.5 percentage points less likely in 1978 to report experiencing some form of unwanted sexual behavior, and this relationship was stable over the 1978 -1994 period. Table 6 here
In 1978, individuals employed by the U.S. Federal Government were much more likely to report experiencing any unwanted sexual behavior on the job if they have some college education, although the magnitude of the effect is substantially larger for educated women. Similarly, a positive and significant relationship between a female employee's education and her tendency to report being subjected to unwanted pressure for sexual attention is found, however, no such pattern is found for men. While the education patterns were remarkably stable between 1978 and 1994 for women, there was a significant increase between 1978 and 1994 in the relative (to men without any college education) probability that men with a B.A only reported experiencing unwanted sexual behavior generally and unwanted pressure for sexual attention specifically.
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Finally, the year effects in Table 6 
VI. Changes in the Qualitative Nature of Unwanted Sexual Behavior at Work
Our analysis suggests that while federal government employees' views about sexual harassment changed rapidly between 1978 and 1994, the rate at which they reported experiencing any unwanted sexual behavior was unchanged between 1978 and 1987, and rose slightly between 1987 and 1994 (see Tables 1 and 2 ). These general trends raise questions regarding the qualitative nature of sexual harassment among federal government employees. Specifically, has the frequency, duration or severity of harassment changed in a way that is not reflected in the overall incidence of sexual harassment? To address this question, we use our USMSPB data to study the 20 circumstances surrounding reports of unwanted sexual behavior in U.S. Federal Government employment. In particular, those employees who reported experiencing one or more of the unwanted sexual behaviors in the previous two years were then asked a series of follow-up questions about the specific behaviors they experienced, the characteristics of their harasser, as well as the consequences of their experience.
Individuals were also asked whether they had filed a formal complaint. Mean responses to these questions about the qualitative nature of unwanted sexual behavior are reported separately by gender and year in Table 7 .
27 Table 7 Here
The results in Table 7 point to several interesting changes in the nature of sexual harassment in public-sector employment in the United States. In particular, there has been a decline in the incidence of unwanted sexual attention and an increase in crude and offensive behavior. Relative to harassed women in 1978, for example, women who reported experiencing some form of unwanted sexual behavior in 1994 were less likely to report that they had experienced pressure for sexual favors, pressure for dates, and deliberate touching, and more likely to report that they had been subjected to unwanted sexual material and remarks. Men were also less likely to report that their experiences included pressure for sexual favors, and more likely to report being the focus of unwanted sexual remarks in 1994 than in 1978 -though the change was only significant between 1987 and 1994. 27 Here the sample includes only those men and women who reported experiencing one or more of the behaviors comprising crude and offensive behavior or unwanted sexual attention outlined in Table 1 . Item non-response implies that not all individuals in this sample responded to all questions, however, and the range of resulting sample sizes are given in the final row of Table 7 .
There was no significant change over the period in the gender distribution of harassers. In more than 97 percent of cases harassed women reported that their harasser was male, while approximately 70 percent of men report being harassed by a woman.
Still, there was a significant fall in the probability that a woman's harasser was either her immediate supervisor or another higher-level supervisor, and a significant increase in the probability that a woman reported being harassed by a co-worker.
Furthermore, the frequency of harassment was lower in 1994 than in 1978. For both female and male employees there was a large and significant increase in the probability -from 25.4 to 34.0 percent for women and from 31.5 to 49.4 percent for men -that the harassment occurred only once and a significant fall in the probability that the harassment occurred every day or every few days. At the same time, the duration of harassment seemed to increase -at least for women. In addition, women were significantly more likely to feel that being harassed had hurt their productivity in 1994 than in 1987. Finally, the proportion of harassed women filing formal complaintsthough very low -more than doubled from 2.5 percent to 5.9 percent over the period.
These results provide evidence that although the incidence of unwanted sexual behavior was relatively constant between 1978 and 1994, there have been important changes in the qualitative nature of harassment in public-sector employment that may reflect the growing awareness of sexual harassment as an important employment issue.
VII. Conclusions
How has the nature of employment-related sexual harassment changed as public awareness of sexual harassment as an important economic and social issue has grown?
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This paper takes an important first step in addressing this question by using data spanning a fifteen-year period to assess federal employees' views towards and experiences of unwanted sexual behavior in the work place. While much of the existing employmentrelated, sexual harassment literature is based on relatively small and select samples of workers, this paper is unique in analyzing a large number of public-sector workers employed in a range of occupations across all agencies of the federal government.
The willingness of federal employees to define employment-related, unwanted sexual behavior to be sexual harassment increased dramatically between 1978 and 1994.
This was a period in which large numbers of women entered federal service -many in traditionally male-dominated occupations -leading to a gender integration of occupations and a narrowing of the gender-wage gap that was more rapid in federal employment than in the labor market generally (Lewis, 1996) . In spite of this important trend, the increased willingness of federal government employees to label certain behaviors as sexual harassment is not the result of changes in the characteristics of federal government employees themselves. Rather it is driven by structural changes in views (conditional on characteristics) of what constitutes sexual harassment. Furthermore, this structural change has affected men and women's views quite differently. These gender differences will have important implications for U.S. employers as the legal system increasingly relies on what a reasonable woman (rather than a reasonable person) would find unwelcome when making determinations in sexual harassment cases (Prior, et al., 1997; Fitzgerald and Shullman, 1993 was more likely to involve crude or offensive behavior and originate with co-workers, and less likely to involve, unwanted sexual attention and immediate or higher level supervisors. There was also an increased tendency for harassment to occur only once.
These results would seem to suggest that on average reported sexual harassment was perhaps less severe in 1994 than in 1978. At the same time, the duration of harassment was somewhat longer and more women reported suffering a loss of productivity as a result of their harassment experience suggesting that women have become more sensitive to the productivity losses associated with employment-related sexual harassment. Given these trends, it is unclear whether sexual harassment has become more or less costly over time. Sampling weights used. Sampling weights used. 1. Refers to the one uninvited sexual experience that is either the most recent or that had the greatest effect on the individual. 2. As mulitple responses were allowed, the columns do not sum to one. a, b, and c. Refers to significant differences between the means in 1978 vs. 1987, 1987 vs. 1994, and 1978 vs. 1994 , respectively, at the 5 percent level.
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